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ﺭﺍﺑﻄﻪ ﻱ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﺑﺎ ﺑﻬﺮﻩ ﻭﺭﻱ ﻛﺎﺭﻛﻨﺎﻥ
ﺩﺭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﻋﻤﻮﻣﻲ ﺁﻣﻮﺯﺷﻲ
ﺩﺍﻧﺸﮕﺎﻩ ﻋﻠﻮﻡ ﭘﺰﺷﻜﻲ ﺍﻳﺮﺍﻥ؛ 6831
ﺍﻣﻴﺮ ﺍﺷﻜﺎﻥ ﻧﺼﻴﺮﻱ ﭘﻮﺭ1 / ﭘﻮﺭﺍﻥ ﺭﺋﻴﺴﻲ2 / ﺳّﻴﺪ ﭘﻮﺭﻳﺎ ﻫﺪﺍﻳﺘﻲ3
ﭼﻜﻴﺪﻩ
ﻣﻘﺪﻣﻪ: ﺍﻣﺮﻭﺯﻩ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﺑﻪ ﻋﻨﻮﺍﻥ ﻋﺎﻣﻠﻲ ﻣﺆﺛﺮ ﺑﺮ ﻋﻤﻠﻜﺮﺩ ﺳﺎﺯﻣﺎﻥ ﺗﻠﻘﻲ ﻣﻲ ﮔﺮﺩﺩ. ﻫﺪﻑ ﭘﮋﻭﻫﺶ ﺣﺎﺿﺮ، ﺗﻌﻴﻴﻦ ﺭﺍﺑﻄﻪ ﻓﺮﻫﻨﮓ 
ﺳﺎﺯﻣﺎﻧﻲ ﺑﺎ ﺑﻬﺮﻩ ﻭﺭﻱ ﻛﺎﺭﻛﻨﺎﻥ ﺩﺭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﻋﻤﻮﻣﻲ ﺁﻣﻮﺯﺷﻲ ﺩﺍﻧﺸﮕﺎﻩ ﻋﻠﻮﻡ ﭘﺰﺷﻜﻲ ﺍﻳﺮﺍﻥ ﺑﻮﺩ.
ﺭﻭﺵ ﺑﺮﺭﺳﻲ: ﺍﻳﻦ ﻣﻄﺎﻟﻌﻪ ﺍﺯ ﻧﻮﻉ ﻣﻄﺎﻟﻌﺎﺕ ﻫﻤﺒﺴﺘﮕﻲ ﺑﻮﺩ ﻭ ﺟﺎﻣﻌﻪ ﺁﻣﺎﺭﻱ ﺭﺍ ﻛﺎﺭﻛﻨﺎﻥ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﻋﻤﻮﻣﻲ ﺁﻣﻮﺯﺷﻲ ﺩﺍﻧﺸﮕﺎﻩ 
ﻋﻠﻮﻡ ﭘﺰﺷﻜﻲ ﺍﻳﺮﺍﻥ )4421=N( ﺗﺸﻜﻴﻞ ﻣﻲ ﺩﺍﺩ. ﺍﺯ ﺍﻳﻦ ﺗﻌﺪﺍﺩ 69 ﻧﻔﺮ ﺑﺎ ﺭﻭﺵ ﻧﻤﻮﻧﻪ ﮔﻴﺮﻱ ﻃﺒﻘﻪ ﺍﻱ ﺍﻧﺘﺨﺎﺏ ﮔﺮﺩﻳﺪﻧﺪ. ﺍﺑﺰﺍﺭ ﮔﺮﺩﺁﻭﺭﻱ 
ﺩﺍﺩﻩ ﻫﺎ، ﭘﺮﺳﺸﻨﺎﻣﻪ ﺑﻮﺩ. ﺍﻳﻦ ﭘﺮﺳﺸﻨﺎﻣﻪ ﻣﺸﺘﻤﻞ ﺑﺮ ﺳﻪ ﺑﺨﺶ ﺍﻃﻼﻋﺎﺕ ﺩﻣﻮﮔﺮﺍﻓﻴﻚ، ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﻭ ﺑﻬﺮﻩ ﻭﺭﻱ ﺑﻮﺩﻛﻪ ﺑﺎ ﻣﻘﻴﺎﺱ 
ﭘﻨﺞ ﮔﺰﻳﻨﻪ ﺍﻱ ﻟﻴﻜﺮﺕ )1= ﺑﺴﻴﺎﺭﻛﻢ ﻭ 5= ﺧﻴﻠﻲ ﺯﻳﺎﺩ( ﻧﻤﺮﻩ ﺩﻫﻲ ﺷﺪ. ﺩﺍﺩﻩ ﻫﺎ ﺑﻪ ﺭﻭﺵ ﺧﻮﺩﭘﺎﺳﺨﮕﻮﻳﻲ ﺍﺯ ﻧﻤﻮﻧﻪ ﻫﺎﻱ ﭘﮋﻭﻫﺶ ﺍﺧﺬ ﻭ ﺑﺎ 
ﺍﺳﺘﻔﺎﺩﻩ ﺍﺯ ﺷﺎﺧﺺ ﻫﺎﻱ ﺁﻣﺎﺭ ﺗﻮﺻﻴﻔﻲ ﻭ ﺁﺯﻣﻮﻥ ﺁﻣﺎﺭﻱ ﻛﺎﻱ ﺩﻭ ﻣﻮﺭﺩ ﺗﺠﺰﻳﻪ - ﺗﺤﻠﻴﻞ ﻗﺮﺍﺭ ﮔﺮﻓﺘﻨﺪ.
ﻳﺎﻓﺘﻪ ﻫﺎ: ﻳﺎﻓﺘﻪ ﻫﺎﻱ ﺍﻳﻦ ﻣﻄﺎﻟﻌﻪ ﻧﺸﺎﻥ ﺩﺍﺩ ﺑﻴﻦ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﻭ ﺑﻬﺮﻩ ﻭﺭﻱ ﺭﺍﺑﻄﻪ ﻣﻌﻨﻲ ﺩﺍﺭﻱ ﻭﺟﻮﺩ ﺩﺍﺭﺩ 10/0<P ﻭ 0075=2X ﺩﺭ 
ﺑﻴﻦ ﺷﺎﺧﺺ ﻫﺎﻱ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﺟﺎﻣﻌﻪ ﻣﻮﺭﺩ ﻣﻄﺎﻟﻌﻪ، ﻛﻨﺘﺮﻝ ﻭ ﺧﻼﻗﻴﺖ ﻓﺮﺩﻱ )ﺑﺎ ﻣﻴﺎﻧﮕﻴﻦ ﻧﻤﺮﻩ 73/16 ﻭ 49/85( ﻭﺿﻌﻴﺖ ﺑﻬﺘﺮﻱ 
ﻧﺴﺒﺖ ﺑﻪ ﺳﺎﻳﺮ ﺷﺎﺧﺺ ﻫﺎﻱ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﺩﺍﺷﺘﻨﺪ. ﺑﺎﻻﺗﺮﻳﻦ ﻣﻴﺎﻧﮕﻴﻦ ﻧﻤﺮﺍﺕ ﺑﻬﺮﻩ ﻭﺭﻱ ﻛﺎﺭﻛﻨﺎﻥ ﻧﻴﺰ ﻣﺮﺑﻮﻁ ﺑﻪ ﻣﺆﻟﻔﻪ ﻫﺎﻱ ﻭﺿﻮﺡ 
ﻭ ﺷﻨﺎﺧﺖ ﻧﻘﺶ )53/96 ﺍﺯ 031( ﻭ ﺗﻮﺍﻧﺎﻳﻲ )86/75( ﺑﻮﺩ.
ﻧﺘﻴﺠﻪ ﮔﻴﺮﻱ: ﺑﺎ ﺗﻮﺟﻪ ﺑﻪ ﺭﺍﺑﻄﻪ ﻣﺜﺒﺖ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﻭ ﺑﻬﺮﻩ ﻭﺭﻱ ﻛﺎﺭﻛﻨﺎﻥ ﺩﺭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﻣﻮﺭﺩ ﻣﻄﺎﻟﻌﻪ، ﺗﻐﻴﻴﺮ ﻓﺮﻫﻨﮓ 
ﺳﺎﺯﻣﺎﻧﻲ ﺣﺎﻛﻢ ﺑﺮ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎ )ﺑﺎ ﺍﻗﺪﺍﻣﺎﺗﻲ ﺍﺯ ﻗﺒﻴﻞ ﻓﺮﺍﻫﻢ ﻧﻤﻮﺩﻥ ﻣﺤﻴﻂ ﻣﻨﺎﺳﺐ ﺑﺮﺍﻱ ﺍﻓﺮﺍﺩ ﺧﻼﻕ ﻭ ﺍﺭﺗﻘﺎء ﺁﮔﺎﻫﻲ ﭘﺮﺳﻨﻞ ﺩﺭ ﺯﻣﻴﻨﻪ 
ﺍﺭﺯﺵ ﻛﺎﺭ( ﻣﺜﻤﺮ ﺛﻤﺮ ﺧﻮﺍﻫﺪ ﺑﻮﺩ.
ﻛﻠﻴﺪ ﻭﺍژﻩ ﻫﺎ: ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ، ﺑﻬﺮﻩ ﻭﺭﻱ، ﻛﺎﺭﻛﻨﺎﻥ، ﺑﻴﻤﺎﺭﺳﺘﺎﻥ
• ﻭﺻﻮﻝ ﻣﻘﺎﻟﻪ: 5/3/78 • ﺍﺻﻼﺡ ﻧﻬﺎﻳﻲ: 7/01/78 • ﭘﺬﻳﺮﺵ ﻧﻬﺎﻳﻲ: 03/1/88
. 1 ﺍﺳﺘﺎﺩﻳﺎﺭ ﮔﺮﻭﻩ ﻣﺪﻳﺮﻳﺖ ﺧﺪﻣﺎﺕ ﺑﻬﺪﺍﺷﺘﻲ ﺩﺭﻣﺎﻧﻲ، ﺩﺍﻧﺸﻜﺪﻩ ﻣﺪﻳﺮﻳﺖ ﻭ ﺍﻗﺘﺼﺎﺩ، ﺩﺍﻧﺸﮕﺎﻩ ﺁﺯﺍﺩ ﺍﺳﻼﻣﻲ ﻭﺍﺣﺪ ﻋﻠﻮﻡ ﺗﺤﻘﻴﻘﺎﺕ ﺗﻬﺮﺍﻥ؛ ﻧﻮﻳﺴﻨﺪﻩ ﻣﺴﺌﻮﻝ 
)ri.ca.uai.rs@ruopirisan(
. 2 ﺍﺳﺘﺎﺩﻳﺎﺭ ﮔﺮﻭﻩ ﻣﺪﻳﺮﻳﺖ ﺧﺪﻣﺎﺕ ﺑﻬﺪﺍﺷﺘﻲ ﺩﺭﻣﺎﻧﻲ، ﺩﺍﻧﺸﻜﺪﻩ ﻣﺪﻳﺮﻳﺖ ﻭ ﺍﻃﻼﻉ ﺭﺳﺎﻧﻲ ﭘﺰﺷﻜﻲ، ﺩﺍﻧﺸﮕﺎﻩ ﻋﻠﻮﻡ ﭘﺰﺷﻜﻲ ﺍﻳﺮﺍﻥ
. 3 ﻣﺮﺑﻲ ﮔﺮﻭﻩ ﻣﺪﻳﺮﻳﺖ ﺧﺪﻣﺎﺕ ﺑﻬﺪﺍﺷﺘﻲ ﺩﺭﻣﺎﻧﻲ، ﺩﺍﻧﺸﻜﺪﻩ ﺑﻬﺪﺍﺷﺖ، ﺩﺍﻧﺸﮕﺎﻩ ﻋﻠﻮﻡ ﭘﺰﺷﻜﻲ ﺯﺍﺑﻞ
ﻓﺼﻠﻨﺎﻣﻪ ﻋﻠﻤﻲ ـ ﭘﮋﻭﻫﺸﻲ ﻣﺪﻳﺮﻳﺖ ﺳﻼﻣﺖ
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ﻣﻘﺪﻣﻪ
ﻳﻜﻲ ﺍﺯ ﺍﻫﺪﺍﻑ ﺍﺻﻠﻲ ﻫﺮ ﺳﺎﺯﻣﺎﻧﻲ، ﺩﺳﺘﻴﺎﺑﻲ ﺑﻪ ﺑﻬﺮﻩ ﻭﺭﻱ 
ﺍﺳﺖ.  ﺑﺮﺍﻱ ﺭﺳﻴﺪﻥ  ﺑﻪ  ﺍﻳﻦ ﻫﺪﻑ، ﺭﺍﻫﻲ ﺟﺰ ﺗﻮﺳﻞ  ﺑﻪ 
ﻧﻮﻋﻲ ﺩﻳﺪﮔﺎﻩ ﺳﻴﺴﺘﻤﻲ، ﺑﻮﻣﻲ ﻭ ﻛﺎﺭﺑﺮﺩﻱ ﻭﺟﻮﺩ ﻧﺪﺍﺭﺩ. 
ﻣﻮﻓﻘﻴﺖ ﻫﺎﻱ ﭼﺸﻤﮕﻴﺮ ﺩﻫﻪ ﺍﺧﻴﺮ ﺳﺎﺯﻣﺎﻥ ﻫﺎﻳﻲ ﺑﺎ ﺣﺪﺍﻗﻞ 
ﺍﻣﻜﺎﻧﺎﺕ ﺍﺯ ﻳﻚ ﺳﻮ ﻭ ﺷﻜﺴﺖ ﺳﺎﺯﻣﺎﻥ ﻫﺎﻳﻲ ﺑﺎ ﺑﻬﺘﺮﻳﻦ 
ﺗﻮﺍﻧﺎﻳﻲ ﻫﺎﻱ ﻣﺎﺩﻱ ﺍﺯ ﺳﻮﻱ ﺩﻳﮕﺮ، ﺑﻴﺎﻧﮕﺮ ﻧﻘﺶ ﻗﺎﺑﻞ ﺗﻮﺟﻪ 
ﻋﻮﺍﻣﻞ ﻏﻴﺮﻣﺎﺩﻱ ﻭ ﻣﻌﻨﻮﻱ ﺩﺭ ﻣﻮﻓﻘﻴﺖ ﺁﻧﻬﺎ ﺑﻮﺩﻩ ﺍﺳﺖ ﻛﻪ ﺩﺭ 
ﺍﻳﻦ ﻣﻴﺎﻥ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﺑﻪ ﻋﻨﻮﺍﻥ ﻋﺎﻣﻞ ﻣﺆﺛﺮ ﺩﺭ ﻋﻤﻠﻜﺮﺩ 
ﺳﺎﺯﻣﺎﻥ ﺗﻠﻘﻲ ﻣﻲ ﮔﺮﺩﺩ. ﺍﻟﺒﺘﻪ ﻋﻮﺍﻣﻞ ﺩﺭﻭﻥ ﺳﺎﺯﻣﺎﻧﻲ ﻣﺎﻧﻨﺪ 
ﻓﺮﻫﻨﮓ ﻛﺎﺭ، ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ، ﺍﻧﺘﺨﺎﺏ ﺩﺭﺳﺖ ﻛﺎﺭﻛﻨﺎﻥ، 
ﺍﻧﮕﻴﺰﺵ  ﻛﺎﺭﻛﻨﺎﻥ،  ﺑﻬﺪﺍﺷﺖ  ﺭﻭﺍﻧﻲ،  ﺭﻫﺒﺮﻱ  ﺍﺛﺮﺑﺨﺶ  ﻭ 
ﻋﻮﺍﻣﻞ ﺩﻳﮕﺮ، ﺑﻪ ﻋﻨﻮﺍﻥ ﻋﻮﺍﻣﻞ ﺍﺳﺎﺳﻲ ﺑﻪ ﺗﻨﻬﺎﻳﻲ ﻣﺎ ﺭﺍ ﺑﻪ 
ﻫﺪﻑ  ﻧﻬﺎﻳﻲ  ﺳﺎﺯﻣﺎﻥ  ﻛﻪ  ﺍﻓﺰﺍﻳﺶ  ﺑﻬﺮﻩ ﻭﺭﻱ  ﺍﺳﺖ،  ﻧﻤﻲ 
ﺭﺳﺎﻧﻨﺪ؛ ﺑﻠﻜﻪ ﺍﻳﻦ ﻋﻮﺍﻣﻞ ﺭﺍ ﺑﻪ ﺻﻮﺭﺕ ﺳﻴﺴﺘﻤﻲ ﺑﺎﻳﺪ ﻣﻮﺭﺩ 
ﺗﻮﺟﻪ، ﻭ ﺍﺭﺗﺒﺎﻁ ﻣﺘﻘﺎﺑﻞ ﺁﻧﻬﺎ ﺭﺍ ﺑﺎ ﻳﻜﺪﻳﮕﺮ ﻣﻮﺭﺩ ﺑﺮﺭﺳﻲ 
ﻗﺮﺍﺭ ﺩﺍﺩ.]1[
ﻓﺮﻫﻨﮓ  ﺩﺭ  ﻳﻚ  ﺳﺎﺯﻣﺎﻥ،  ﺑﻪ  ﻣﺜﺎﺑﻪ  ﺷﺨﺼﻴﺖ  ﺩﺭ 
ﻳﻚ  ﺍﻧﺴﺎﻥ ﺍﺳﺖ. ﻣﻔﺮﻭﺿﺎﺗﻲ  ﺑﻨﻴﺎﻧﻲ،  ﺍﻋﺘﻘﺎﺩﺍﺕ،  ﺑﺎﻭﺭﻫﺎ، 
ﻫﻨﺠﺎﺭﻫﺎ  ﻭ  ﺍﺭﺯﺵ ﻫﺎ  ﺭﺍ  ﺑﻪ  ﻋﻨﻮﺍﻥ  ﻣﺒﺎﻧﻲ  ﻓﺮﻫﻨﮕﻲ  ﻳﻚ 
ﺳﺎﺯﻣﺎﻥ، ﺷﺎﻟﻮﺩﻩ ﻭﺟﻮﺩﻱ ﺁﻥ ﺭﺍ ﺗﺸﻜﻴﻞ ﺩﺍﺩﻩ، ﻧﻘﻄﻪ ﺗﻤﻴﺰ 
ﺧﻮﺏ ﻭ ﺑﺪ ﺭﺍ ﻣﺸﺨﺺ ﻣﻲ ﻛﻨﺪ. ﻓﺮﻫﻨﮓ ﻫﺮ ﺳﺎﺯﻣﺎﻧﻲ ﺑﻪ 
ﻋﻨﻮﺍﻥ ﻋﺎﻣﻞ ﺍﺳﺎﺳﻲ ﺩﺭ ﺗﺸﻜﻞ ﺑﺨﺸﻴﺪﻥ ﺑﺪﺍﻥ ﻣﻄﺮﺡ ﺷﺪﻩ 
ﻭ ﺗﺄﺛﻴﺮ ﺑﺴﺰﺍﻳﻲ ﺑﺮ ﺳﺎﺧﺘﺎﺭ ﻭ ﻃﺮﺡ ﺳﺎﺯﻣﺎﻥ، ﻣﺤﻴﻂ ﺩﺍﺧﻠﻲ 
ﻭ ﺧﺎﺭﺟﻲ ﺳﺎﺯﻣﺎﻥ، ﺗﻜﻨﻮﻟﻮژﻱ ﻭ ﻧﻴﺮﻭﻱ ﺍﻧﺴﺎﻧﻲ ﻭ ﺍﺯ ﻫﻤﻪ 
ﻣﻬﻤﺘﺮ ﺑﺮ ﺑﻬﺮﻩ ﻭﺭﻱ ﻭ ﺍﺳﺘﺮﺍﺗﮋﻱ ﺳﺎﺯﻣﺎﻥ ﺩﺍﺭﺩ. ﻓﺮﻫﻨﮓ، 
ﺑﺎﻳﺪ ﻭ ﻧﺒﺎﻳﺪﻫﺎ ﺭﺍ ﻣﺸﺨﺺ ﻣﻲ ﻛﻨﺪ ﻭ ﻗﺎﻟﺐ ﺭﻓﺘﺎﺭﻱ ﺳﺎﺯﻣﺎﻥ 
ﺭﺍ ﺷﻜﻞ ﻣﻲ ﺩﻫﺪ.
ﺑﺎ ﻭﺟﻮﺩ ﻳﻚ ﻓﺮﻫﻨﮓ ﻗﻮﻱ ﻭ ﻣﻨﺴﺠﻢ،  ﺍﻓﺮﺍﺩ ﺿﻤﻦ 
ﻛﺴﺐ  ﺁﮔﺎﻫﻲ  ﺑﻴﺸﺘﺮ  ﭘﻴﺮﺍﻣﻮﻥ  ﺍﻫﺪﺍﻑ  ﻭ  ﺍﺳﺘﺮﺍﺗﮋﻱ ﻫﺎﻱ 
ﺳﺎﺯﻣﺎﻥ ﻧﺴﺒﺖ ﺑﻪ ﺍﺭﺯﺵ ﻫﺎ ﻭ ﻫﻨﺠﺎﺭﻫﺎ، ﺍﺣﺴﺎﺱ ﻣﺴﺌﻮﻟﻴﺖ، 
ﺗﻌﻬﺪ ﻭ ﺍﺯ ﻛﺎﺭ ﺍﺣﺴﺎﺱ ﺭﺿﺎﻳﺖ ﻣﻲ ﻛﻨﻨﺪ، ﻛﻪ ﺍﻳﻦ ﺩﺭ ﻛﻨﺎﺭ 
ﻣﺪﻳﺮﻳﺖ  ﻗﻮﻱ  ﻣﻮﺟﺐ  ﺑﻬﺒﻮﺩ  ﺭﻭﺣﻴﻪ،  ﺍﻧﮕﻴﺰﺵ  ﻋﻤﻠﻜﺮﺩ 
ﺳﺎﺯﻣﺎﻧﻲ ﺑﻬﺮﻩ ﻭﺭﻱ ﻛﺎﺭﻛﻨﺎﻥ ﻣﻲ ﮔﺮﺩﺩ.]2[
ﻓﺮﻫﻨﮓ  ﻏﻨﻲ  ﺳﺎﺯﻣﺎﻥ  ﻫﻤﺎﻧﻨﺪ  ﻳﻚ  ﻧﻴﺮﻭﻱ  ﻏﻨﻲ  ﻭ 
ﺍﻧﺮژﻱ ﺯﺍ، ﺳﺎﺯﻣﺎﻥ ﺭﺍ ﺑﻪ ﻭﺳﻴﻠﻪ ﻧﻴﺮﻭﻱ ﺍﻧﺴﺎﻧﻲ ﻛﺎﺭﺍ ﻫﺪﺍﻳﺖ 
ﻧﻤﻮﺩﻩ، ﺍﺣﺴﺎﺱ ﻭ ﺍﺩﺭﺍﻙ ﻳﻜﺴﺎﻥ ﺑﻪ ﺍﻫﺪﺍﻑ ﺳﺎﺯﻣﺎﻥ ﺩﺍﺩﻩ، 
ﺍﻧﮕﻴﺰﻩ ﺍﻱ ﻗﻮﻱ ﺩﺭ ﺍﻓﺮﺍﺩ، ﺍﻳﺠﺎﺩ ﻭ ﺍﺧﻼﻗﻴﺎﺕ ﻭ ﻣﻌﻨﻮﻳﺎﺕ ﺭﺍ 
ﺩﺭ ﻣﺤﻴﻂ، ﻧﻈﺎﻡ ﻣﻨﺪ ﻣﻲ ﮔﺮﺩﺍﻧﺪ، ﺑﻪ ﻃﻮﺭﻱ ﻛﻪ ﺗﻌﺪﺍﺩﻱ ﺍﺯ 
ﭘﮋﻭﻫﺸﮕﺮﺍﻥ ﻣﻌﺘﻘﺪﻧﺪ ﻓﺮﻫﻨﮕﻲ ﻛﻪ ﺑﺮﺍﻱ ﻣﻘﺎﻡ ﻭ ﺷﺎﻥ ﺍﻓﺮﺍﺩ، 
ﺍﺭﺯﺵ ﻗﺎﺋﻞ ﺍﺳﺖ ﻣﻮﺟﺐ ﺗﻘﻮﻳﺖ ﺭﻭﺣﻴﻪ ﻭ ﻋﻤﻠﻜﺮﺩ ﺷﻐﻞ 
ﻣﻲ ﺷﻮﺩ.]3[
ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎ  ﻳﻜﻲ  ﺍﺯ  ﻧﻬﺎﺩﻫﺎﻱ  ﻣﻬﻢ  ﺍﺭﺍﺋﻪ  ﺧﺪﻣﺎﺕ 
ﺑﻬﺪﺍﺷﺘﻲ  ﻭ  ﺩﺭﻣﺎﻧﻲ  ﺑﻪ  ﺷﻤﺎﺭ  ﻣﻲ ﺁﻳﻨﺪ  ﻭ  ﺑﺮﺍﻱ  ﺣﻔﻆ، 
ﺑﺎﺯﮔﺸﺖ ﻭ ﺍﺭﺗﻘﺎﻱ ﺳﻼﻣﺖ ﺟﺴﻤﺎﻧﻲ ﻭ ﺭﻭﺍﻧﻲ ﺑﻴﻤﺎﺭﺍﻥ، 
ﻧﻘﺶ ﻣﻬﻤﻲ ﺍﻳﻔﺎ ﻣﻲ ﻛﻨﻨﺪ. ﺗﺤﻘﻴﻘﺎﺕ ﻧﺸﺎﻥ ﺩﺍﺩﻩ ﺍﺳﺖ ﻛﻪ 
ﺑﻴﻦ  ﻓﺮﻫﻨﮓ  ﺑﻴﻤﺎﺭﺳﺘﺎﻥ  ﻭ  ﺣﻔﻆ  ﻭ  ﻧﮕﻬﺪﺍﺷﺖ  ﻧﻴﺮﻭﻱ 
ﺍﻧﺴﺎﻧﻲ، ﻫﻤﺒﺴﺘﮕﻲ ﻣﺜﺒﺘﻲ ﻭﺟﻮﺩ ﺩﺍﺭﺩ ﻭ ﺍﻳﻦ ﻫﻤﺒﺴﺘﮕﻲ 
ﻣﻲ ﺗﻮﺍﻧﺪ ﻣﻮﺟﺐ ﺑﻬﺮﻩ ﻭﺭﻱ ﻧﻴﺮﻭﻱ ﻛﺎﺭ ﮔﺮﺩﺩ.]4[ ﺗﺎﻛﻨﻮﻥ 
ﻣﻄﺎﻟﻌﺎﺕ ﻭ ﺗﺤﻘﻴﻘﺎﺕ ﺑﺴﻴﺎﺭﻱ ﺩﺭ ﺯﻣﻴﻨﻪ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ 
ﺩﺭ ﺳﺎﺯﻣﺎﻥ ﻫﺎ ﻭ ﻧﻬﺎﺩﻫﺎﻱ ﻣﺨﺘﻠﻒ ﺍﻧﺠﺎﻡ ﺷﺪﻩ ﺍﺳﺖ، ﺑﻮﻟﺰ 
)slwoB( ]5[ ﺩﺭ ﺯﻣﻴﻨﻪ ﺗﺄﺛﻴﺮ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﺑﺮ ﻣﻮﻓﻘﻴﺖ 
ﺩﺍﻧﺶ ﺁﻣﻮﺯﺍﻥ ﺩﺭ ﻭﺭﻭﺩ ﺑﻪ ﺩﺍﻧﺸﮕﺎﻩ، ﺳﻮ )euS ttengiH( 
]6[  ﺩﺭ  ﺯﻣﻴﻨﻪ  ﻣﻬﻨﺪﺳﻲ  ﻋﺎﻣﻞ ﻫﺎﻱ  ﺍﻧﺴﺎﻧﻲ  ﺩﺭﺑﺮﮔﻴﺮﻧﺪﻩ، 
ﻫﻠﻤﺰ  ﻭ  ﺍﺳﺘﺮﻥ  )nretS kciR(  ]7[  ﺩﺭ  ﺯﻣﻴﻨﻪ  ﺷﻨﺎﺧﺖ 
ﻋﻮﺍﻣﻞ  ﺗﺄﺛﻴﺮﮔﺬﺍﺭ  ﺑﺮ  ﺍﺩﺭﺍﻙ ﻛﺎﺭﻛﻨﺎﻥ ﻧﺴﺒﺖ  ﺑﻪ ﻓﺮﻫﻨﮓ 
ﺳﺎﺯﻣﺎﻧﻲ  ﺣﺎﻛﻢ  ﺑﺮ  ﺳﺎﺯﻣﺎﻥ،  ﭘﺎﺗﺮﻳﻚ  )aicirtaP K(]8[ 
ﺩﺭ  ﺯﻣﻴﻨﻪ  ﺑﺮﺭﺳﻲ  ﺍﺭﺗﺒﺎﻁ  ﺭﻫﺒﺮﻱ  ﺗﺤﻮﻳﻠﻲ  ﻭ  ﻓﺮﻫﻨﮓ 
ﺳﺎﺯﻣﺎﻧﻲ ﺳﺎﺯﻧﺪﻩ ﺩﺭ ﺳﺎﺯﻣﺎﻥ، ﺍﻭﻧﻴﻞ )llienO L aruaL( 
]9[ ﺩﺭ ﺯﻣﻴﻨﻪ ﺍﺳﺘﻔﺎﺩﻩ ﺍﺯ ﻓﺮﻫﻨﮓ ﻭ ﺳﺎﺧﺘﺎﺭ ﺳﺎﺯﻣﺎﻧﻲ ﺑﻪ 
ﻣﻨﻈﻮﺭ  ﻫﺪﺍﻳﺖ  ﺭﻓﺘﺎﺭ  ﺍﺳﺘﺮﺍﺗﮋﻳﻚ  ﻛﺎﺭﻛﻨﺎﻥ،  ﺍﺳﺘﺮﺍﺳﺮ  ﻭ 
ﻫﻤﻜﺎﺭﺍﻥ )ressartS C.D( ]01[ ﺩﺭ ﺯﻣﻴﻨﻪ ﺗﺄﺛﻴﺮ ﻓﺮﻫﻨﮓ 
ﺑﻴﻤﺎﺭﺳﺘﺎﻧﻲ  ﺑﺮ  ﺑﺎﺯﺗﻮﺍﻧﺒﺨﺸﻲ ﺗﺤﻘﻴﻖ ﻭ ﺗﻮﺳﻌﻪ، ﮔﻴﻔﻮﺭﺩ 
)droffiG D.B(  ]11[  ﺩﺭ  ﺯﻣﻴﻨﻪ  ﺍﺭﺗﺒﺎﻁ  ﺑﻴﻦ  ﻓﺮﻫﻨﮓ 
ﺑﺨﺶ ﻫﺎﻱ  ﻣﺨﺘﻠﻒ  ﺑﻴﻤﺎﺭﺳﺘﺎﻥ  ﻭ  ﭘﺮﺳﺘﺎﺭﺍﻥ  ﺷﺎﻏﻞ  ﺩﺭ 
ﺑﺨﺶ ﻫﺎ، ﻛﻨﺖ )yerbuA.R ,tneK( ]21[، ﺯﺍﻫﺪﻱ]31[ 
ﺩﺭ  ﺯﻣﻴﻨﻪ  ﺍﺭﺗﺒﺎﻁ  ﻓﺮﻫﻨﮓ  ﺳﺎﺯﻣﺎﻧﻲ  ﻭ  ﻛﺎﺭﺍﻳﻲ  ﺩﺭ 
ﺷﺮﻛﺖ ﻫﺎﻱ ﺑﻴﻤﻪ، ﺗﺎﺟﻴﻚ]41[ ﺩﺭ ﺯﻣﻴﻨﻪ ﺑﺮﺭﺳﻲ ﻓﺮﻫﻨﮓ 
ﺳﺎﺯﻣﺎﻧﻲ ﻭ ﺗﺄﺛﻴﺮ ﺁﻥ ﺑﺮ ﺍﺛﺮﺑﺨﺸﻲ ﺳﺎﺯﻣﺎﻥ ﺩﺭ ﺩﺍﻧﺸﻜﺪﻩ 
ﻣﺪﻳﺮﻳﺖ، ﺩﺍﺭﺍﺑﻲ]51[، ﺩﺭ ﺯﻣﻴﻨﻪ ﺑﺮﺭﺳﻲ ﻭﺗﻌﻴﻴﻦ ﻓﺮﻫﻨﮓ 
ﺭﺍﺑﻄﻪ ﻱ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﺑﺎ ﺑﻬﺮﻩ ﻭﺭﻱ ﻛﺎﺭﻛﻨﺎﻥ ﺩﺭ …
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ﺳﺎﺯﻣﺎﻧﻲ  ﺩﺍﻧﺸﮕﺎﻩ  ﺗﺮﺑﻴﺖ  ﻣﺪﺭﺱ،  ﺍﺑﺮﺍﻫﻴﻤﻲ]61[،  ﺩﺭ 
ﺯﻣﻴﻨﻪ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﻭ ﺭﺍﺑﻄﻪ ﺁﻥ ﺑﺎ ﺑﻬﺮﻩ ﻭﺭﻱ ﻛﺎﺭﻛﻨﺎﻥ 
ﺩﺭ ﻣﻮﺭﺩ ﺑﺎﻧﻚ ﺻﻨﻌﺖ ﻭ ﻣﻌﺪﻥ، ﻓﺮﺟﻲ]71[، ﺩﺭ ﺯﻣﻴﻨﻪ 
ﺑﺮﺭﺳﻲ  ﺭﺍﺑﻄﻪ  ﺑﻴﻦ  ﻓﺮﻫﻨﮓ  ﺳﺎﺯﻣﺎﻧﻲ  ﻭ  ﻭﺟﺪﺍﻥ  ﻛﺎﺭﻱ 
ﻛﺎﺭﻛﻨﺎﻥ ﺷﺮﻛﺖ ﻣﺨﺎﺑﺮﺍﺕ، ﻣﺤﺴﻦ ﺑﻴﮕﻲ]81[، ﺩﺭ ﺯﻣﻴﻨﻪ 
ﺑﺮﺭﺳﻲ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﺍﺯ ﺩﻳﺪﮔﺎﻩ ﻛﺎﺭﻛﻨﺎﻥ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ 
ﺁﻣﻮﺯﺷﻲ  ﻣﺤﻤﺪﻱ]91[،  ﺩﺭ  ﺯﻣﻴﻨﻪ  ﻓﺮﻫﻨﮓ  ﺳﺎﺯﻣﺎﻧﻲ  ﺑﺎ 
ﺍﻧﮕﻴﺰﺵ  ﺷﻐﻠﻲ  ﻛﺎﺭﻛﻨﺎﻥ  ﺳﺎﺯﻣﺎﻥ  ﺁﻣﻮﺯﺵ  ﻭ  ﭘﺮﻭﺭﺵ، 
ﺯﺍﺭﻉ]02[، ﺩﺭ ﺯﻣﻴﻨﻪ ﺍﺭﺗﺒﺎﻁ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﺑﺎ ﺣﻔﻆ ﻭ 
ﻧﮕﻬﺪﺍﺷﺖ  ﻧﻴﺮﻭﻱ  ﺍﻧﺴﺎﻧﻲ  ﻣﺘﺨﺼﺺ،  ﻏﻼﻣﻲ]12[،  ﺩﺭ 
ﺯﻣﻴﻨﻪ  ﺑﺮﺭﺳﻲ  ﻓﺮﻫﻨﮓ  ﺳﺎﺯﻣﺎﻧﻲ  ﺩﺭ  ﺍﻧﮕﻴﺰﺵ  ﺷﻐﻠﻲ  ﻭ 
ﻓﺮﺳﻮﺩﮔﻲ ﺷﻐﻠﻲ ﻣﺸﺎﻭﺭﺍﻥ ﺩﺍﻧﺎﻳﻲ]22[ ﺩﺭ ﺯﻣﻴﻨﻪ ﺑﺮﺭﺳﻲ 
ﺭﺍﺑﻄﻪ  ﺑﻴﻦ  ﻓﺮﻫﻨﮓ  ﺳﺎﺯﻣﺎﻧﻲ  ﻭ  ﺳﺒﻚ  ﺗﺼﻤﻴﻢ ﮔﻴﺮﻱ 
)ﺍﺛﺮﺑﺨﺶ(  ﻭ  ﺍﺭﺍﺋﻪ  ﻳﻚ  ﺍﻟﮕﻮﻱ  ﺑﻬﻴﻨﻪ،(،  ﺍﻣﺎ  ﺩﺭ  ﺯﻣﻴﻨﻪ 
ﻓﺮﻫﻨﮓ  ﺳﺎﺯﻣﺎﻧﻲ  ﺑﻴﻤﺎﺭﺳﺘﺎﻥ  ﻭ  ﺍﺭﺗﺒﺎﻁ  ﺁﻥ  ﺑﺎ  ﺑﻬﺮﻩ ﻭﺭﻱ 
ﻛﺎﺭﻛﻨﺎﻥ، ﺩﺭ ﺍﻳﺮﺍﻥ ﭘﮋﻭﻫﺸﻲ ﺻﻮﺭﺕ ﻧﮕﺮﻓﺘﻪ ﺍﺳﺖ.
ﭘﮋﻭﻫﺶ  ﺣﺎﺿﺮ  ﺑﻪ  ﻣﻨﻈﻮﺭ  ﺑﺮﺭﺳﻲ  ﺍﺭﺗﺒﺎﻁ  ﻓﺮﻫﻨﮓ 
ﺳﺎﺯﻣﺎﻧﻲ ﺑﺎ ﺑﻬﺮﻩ ﻭﺭﻱ ﻛﺎﺭﻛﻨﺎﻥ ﺩﺭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﻋﻤﻮﻣﻲ 
ﺁﻣﻮﺯﺷﻲ ﺩﺍﻧﺸﮕﺎﻩ ﻋﻠﻮﻡ ﭘﺰﺷﻜﻲ ﺍﻳﺮﺍﻥ ﺍﻧﺠﺎﻡ ﮔﺮﻓﺖ. ﻧﺘﺎﻳﺞ 
ﺣﺎﺻﻠﻪ  ﻣﻲ ﺗﻮﺍﻧﺪ  ﺯﻣﻴﻨﻪ  ﺭﺍ  ﺑﺮﺍﻱ  ﺗﺤﻮﻻﺕ  ﻣﻬﻤﻲ  ﭼﻮﻥ 
ﺍﻳﺠﺎﺩ ﺯﻣﻴﻨﻪ ﻻﺯﻡ ﺑﺮﺍﻱ ﭘﻴﺎﺩﻩ ﺳﺎﺯﻱ ﻣﺪﻳﺮﻳﺖ ﻛﻴﻔﻴﺖ ﻓﺮﺍﮔﻴﺮ 
ﻭ  ﺍﺳﺘﺎﻧﺪﺍﺭﺩﻫﺎﻱ  ﺍﻳﺰﻭ  ﺩﺭ  ﺑﻴﻤﺎﺭﺳﺘﺎﻥ  ﻭ  ﺍﺭﺗﻘﺎء  ﻋﻤﻠﻜﺮﺩ 
ﺑﻴﻤﺎﺭﺳﺘﺎﻥ  ﻓﺮﺍﻫﻢ  ﺁﻭﺭﺩ.  ﻫﻤﭽﻨﻴﻦ،  ﻣﺪﻳﺮﺍﻥ  ﺑﺎ  ﺁﮔﺎﻫﻲ  ﺍﺯ 
ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺧﻮﺩ، ﻣﻲ ﺗﻮﺍﻧﻨﺪ ﺟﻬﺖ ﺭﻓﻊ 
ﻧﻮﺍﻗﺺ ﺍﺣﺘﻤﺎﻟﻲ ﺗﻼﺵ ﻧﻤﻮﺩﻩ ﻭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺭﺍ ﺑﺮﺍﻱ ﺍﻧﺠﺎﻡ 
ﺗﻐﻴﻴﺮﺍﺕ ﻣﻮﻓﻘﻴﺖ ﺁﻣﻴﺰ ﺁﻣﺎﺩﻩ ﻧﻤﺎﻳﻨﺪ.
ﺭﻭﺵ ﺑﺮﺭﺳﻲ
ﭘﮋﻭﻫﺶ  ﺣﺎﺿﺮ  ﺍﺯ  ﻧﻮﻉ  ﻣﻄﺎﻟﻌﺎﺕ  ﻫﻤﺒﺴﺘﮕﻲ  ﻣﻲ ﺑﺎﺷﺪ، 
ﺟﺎﻣﻌﻪ  ﺁﻣﺎﺭﻱ  ﺍﻳﻦ  ﭘﮋﻭﻫﺶ  ﺭﺍ  ﻛﺎﺭﻛﻨﺎﻥ  ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ 
ﻓﻴﺮﻭﺯﮔﺮ  )573  =1N(  ﻭ  ﺣﻀﺮﺕ  ﺭﺳﻮﻝ)ﺹ(  )968 
=2N(  ﺗﺸﻜﻴﻞ  ﻣﻲ ﺩﺍﺩﻧﺪ  )ﻣﺠﻤﻮﻋًﺎ  4421=N(  ﻛﻪ  ﺗﻨﻬﺎ 
ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﺍﺯ ﻧﻮﻉ ﻋﻤﻮﻣﻲ - ﺁﻣﻮﺯﺷﻲ ﻭ ﺗﺤﺖ ﭘﻮﺷﺶ 
ﺩﺍﻧﺸﮕﺎﻩ ﻋﻠﻮﻡ ﭘﺰﺷﻜﻲ ﺍﻳﺮﺍﻥ ﺑﻮﺩﻧﺪ. ﺍﺯ ﻛﺎﺭﻛﻨﺎﻥ ﻓﻮﻕ ﺍﻟﺬﻛﺮ 
69 ﻧﻔﺮ ﺑﺎ ﺗﻮﺟﻪ ﺑﻪ ﻓﺮﻣﻮﻝ ﺣﺪﺍﻗﻞ ﺣﺠﻢ ﻧﻤﻮﻧﻪ، ﺑﻪ ﺭﻭﺵ 
ﻧﻤﻮﻧﻪ ﮔﻴﺮﻱ ﻃﺒﻘﻪ ﺍﻱ ﺍﻧﺘﺨﺎﺏ ﺷﺪﻧﺪ )86 ﻧﻔﺮ ﺍﺯ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ 
ﺣﻀﺮﺕ ﺭﺳﻮﻝ)ﺹ( ﻭ 82 ﻧﻔﺮ ﺍﺯ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻓﻴﺮﻭﺯﮔﺮ(.
ﺍﺑﺰﺍﺭ  ﮔﺮﺩﺁﻭﺭﻱ  ﺩﺍﺩﻩ ﻫﺎ،  ﭘﺮﺳﺸﻨﺎﻣﻪ ﺍﻱ  ﺑﻮﺩ.  ﺍﻳﻦ 
ﭘﺮﺳﺸﻨﺎﻣﻪ ﺩﺍﺭﺍﻱ ﺳﻪ ﺑﺨﺶ ﻭ ﺑﻪ ﺗﺮﺗﻴﺐ ﺳﺆﺍﻻﺕ ﻣﺮﺑﻮﻁ 
ﺑﻪ ﻭﻳﮋﮔﻲ ﻫﺎﻱ ﺩﻣﻮﮔﺮﺍﻓﻴﻚ، ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﻭ ﺑﻬﺮﻩ ﻭﺭﻱ 
ﻛﺎﺭﻛﻨﺎﻥ ﺭﺍ ﺩﺭ ﺑﺮ ﻣﻲ ﮔﺮﻓﺖ. ﺑﺮﺍﻱ ﺑﺮﺭﺳﻲ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ 
92  ﺳﺆﺍﻝ  ﺑﺮ  ﺍﺳﺎﺱ  ﺷﺎﺧﺺ ﻫﺎﻱ  ﺩﻫﮕﺎﻧﻪ  ﻣﺪﻝ  ﺭﺍﺑﻴﻨﺰ 
)ﻫﻮﻳﺖ ﺳﺎﺯﻣﺎﻧﻲ، ﺭﻳﺴﻚ ﭘﺬﻳﺮﻱ، ﻭﺿﻮﺡ ﺍﻫﺪﺍﻑ، ﺍﻧﺴﺠﺎﻡ 
ﺳﺎﺯﻣﺎﻧﻲ،  ﺣﻤﺎﻳﺖ  ﻣﺪﻳﺮﻳﺖ،  ﻛﻨﺘﺮﻝ،  ﺧﻼﻗﻴﺖ  ﻓﺮﺩﻱ، 
ﺳﻴﺴﺘﻢ ﭘﺎﺩﺍﺵ، ﺗﻌﺎﺭﺽ ﭘﺬﻳﺮﻱ ﻭ ﺍﺭﺗﺒﺎﻃﺎﺕ ﺳﺎﺯﻣﺎﻥ( ﺩﺭ 
ﻧﻈﺮ ﮔﺮﻓﺘﻪ ﺷﺪ.]32[ ﺍﺭﺯﻳﺎﺑﻲ ﺑﻬﺮﻩ ﻭﺭﻱ ﻛﺎﺭﻛﻨﺎﻥ ﻧﻴﺰ ﺗﻮﺳﻂ 
62  ﺳﺆﺍﻝ  ﻣﺆﻟﻔﻪ  ﺑﺮﭘﺎﻳﻪ  ﻫﻔﺖ  ﺑﺨﺶ  ﻣﺪﻝ  ﮔﻠﺪﺍﺳﻤﻴﺖ 
)ﺗﻮﺍﻧﺎﻳﻲ ﻭﺿﻮﺡ  ﻳﺎ ﺷﻨﺎﺧﺖ، ﻛﻤﻚ،  ﺍﻧﮕﻴﺰﺵ،  ﺍﺭﺯﻳﺎﺑﻲ، 
ﺍﻋﺘﺒﺎﺭ ﻭ ﻣﺤﻴﻂ( ﺍﻧﺠﺎﻡ ﮔﺮﺩﻳﺪ.]42[ ﻧﻤﺮﻩ ﺩﻫﻲ ﺳﺆﺍﻻﺕ ﺑﺮ 
ﺍﺳﺎﺱ ﻣﻘﻴﺎﺱ ﭘﻨﺞ ﮔﺰﻳﻨﻪ ﺍﻱ ﻻﻳﻜﺮﺕ )1= ﺑﺴﻴﺎﺭﻛﻢ ﺗﺎ 5= 
ﺧﻴﻠﻲ ﺯﻳﺎﺩ( ﺍﻧﺠﺎﻡ ﺷﺪ.
ﺩﺭ ﺗﻌﻴﻴﻦ ﺍﻋﺘﺒﺎﺭ ﭘﺮﺳﺸﻨﺎﻣﻪ ﺍﺯ ﺭﻭﺵ ﻗﻀﺎﻭﺕ ﺧﺒﺮﮔﺎﻥ، 
ﺑﻬﺮﻩ  ﮔﻴﺮﻱ  ﺑﻪ  ﻋﻤﻞ  ﺁﻣﺪ  ﻭ  ﺛﺒﺎﺕ  ﭘﺮﺳﺸﻨﺎﻣﻪ  ﺑﻪ  ﺭﻭﺵ 
ﺁﺯﻣﻮﻥ - ﺑﺎﺯ ﺁﺯﻣﻮﻥ، ﻣﻮﺭﺩ ﺑﺮﺭﺳﻲ ﻗﺮﺍﺭ ﮔﺮﻓﺖ. ﺿﺮﻳﺐ 
ﻫﻤﺒﺴﺘﮕﻲ  ﻧﻤﺮﺍﺕ ﺩﻭ ﻣﺮﺣﻠﻪ ﻣﺤﺎﺳﺒﻪ ﺷﺪ.  ﺍﻳﻦ ﺿﺮﻳﺐ 
ﺑﺮﺍﻱ ﭘﺮﺳﺸﻨﺎﻣﻪ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ67/0 ﻭ ﺑﺮﺍﻱ ﺑﻬﺮﻩ ﻭﺭﻱ 
ﻛﺎﺭﻛﻨﺎﻥ 18/0 ﺑﻮﺩ.
ﺩﺭ ﺍﺭﺯﻳﺎﺑﻲ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﻭ ﺑﻬﺮﻩ ﻭﺭﻱ ﻛﺎﺭﻛﻨﺎﻥ ﺍﺑﺘﺪﺍ 
ﻣﻴﺎﻧﮕﻴﻦ ﻧﻤﺮﺍﺕ ﻫﺮ ﻳﻚ ﺍﺯ ﺷﺎﺧﺺ ﻫﺎﻱ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ 
ﻭ ﺑﻬﺮﻩ ﻭﺭﻱ ﻛﺎﺭﻛﻨﺎﻥ ﻣﺤﺎﺳﺒﻪ ﺷﺪ ﺳﭙﺲ ﺑﻪ ﺩﺭﺻﺪ ﺗﺒﺪﻳﻞ 
ﮔﺮﺩﻳﺪ. ﭼﻨﺎﻧﭽﻪ ﺩﺭﺻﺪ ﻣﻴﺎﻧﮕﻴﻦ ﻛﺴﺐ ﺷﺪﻩ ﺗﻮﺳﻂ ﻫﺮﻳﻚ 
ﺍﺯ ﻛﺎﺭﻛﻨﺎﻥ ﺑﻴﻦ 0 ﺗﺎ 3/33 ﺑﻮﺩ ﻭﺿﻌﻴﺖ ﺷﺎﺧﺺ ﻧﺎﻣﻄﻠﻮﺏ، 
3/33 ﺗﺎ 6/66 ﻣﺘﻮﺳﻂ ﻭ 6/66ﺩﺭﺻﺪ ﺑﻪ ﺑﺎﻻ، ﻣﻄﻠﻮﺏ ﺗﻠﻘﻲ 
ﮔﺮﺩﻳﺪ. ﺭﺍﺑﻄﻪ ﺷﺎﺧﺺ ﻫﺎﻱ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﻭ ﻣﺆﻟﻔﻪ ﻫﺎﻱ 
ﺑﻬﺮﻩ ﻭﺭﻱ ﻛﺎﺭﻛﻨﺎﻥ ﺗﻮﺳﻂ ﺁﺯﻣﻮﻥ ﻛﺎﻱ ﺩﻭ ﺳﻨﺠﻴﺪﻩ ﺷﺪﻩ ﺷﺪ.
ﻳﺎﻓﺘﻪ ﻫﺎ
ﺩﺭ ﺍﻳﻦ ﻣﻄﺎﻟﻌﻪ 8/86ﺩﺭﺻﺪ )66 ﻧﻔﺮ( ﺍﺯ ﺷﺮﻛﺖ ﻛﻨﻨﺪﮔﺎﻥ 
ﺭﺍ ﺯﻧﺎﻥ ﻭ 3/13ﺩﺭﺻﺪ )03 ﻧﻔﺮ( ﺭﺍ ﻣﺮﺩﺍﻥ ﺗﺸﻜﻴﻞ ﻣﻲ ﺩﺍﺩﻧﺪ. 
ﺍﺯ ﺑﻴﻦ 66 ﻧﻔﺮ ﺯﻥ ﻣﻮﺭﺩ ﻣﻄﺎﻟﻌﻪ، ﺗﻌﺪﺍﺩ 6/36ﺩﺭﺻﺪ )24 
ﺍﻣﻴﺮ ﺍﺷﻜﺎﻥ ﻧﺼﻴﺮﻱ ﭘﻮﺭ ﻭ ﻫﻤﻜﺎﺭﺍﻥ
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ﻧﻔﺮ( ﺍﺯ ﺑﺨﺶ ﺩﺭﻣﺎﻧﻲ، 6/01ﺩﺭﺻﺪ )7 ﻧﻔﺮ( ﺍﺯ ﺍﻣﻮﺭ ﻣﺎﻟﻲ 
ﻭ 8/52ﺩﺭﺻﺪ )71 ﻧﻔﺮ( ﺍﺯ ﺍﻣﻮﺭ ﺍﺩﺍﺭﻱ ﺑﻮﺩﻧﺪ. ﺍﺯ 03 ﻧﻔﺮ 
ﻣﺮﺩ ﺷﺮﻛﺖ ﻛﻨﻨﺪﻩ ﻧﻴﺰ 01ﺩﺭﺻﺪ )3 ﻧﻔﺮ( ﺍﺯ ﺑﺨﺶ ﺩﺭﻣﺎﻧﻲ، 
5 ﻧﻔﺮ )7/61ﺩﺭﺻﺪ( ﺍﺯ ﺍﻣﻮﺭ ﻣﺎﻟﻲ ﻭ 22 ﻧﻔﺮ)3/37ﺩﺭﺻﺪ( 
ﺍﺯ ﺍﻣﻮﺭ ﺍﺩﺍﺭﻱ ﺷﺮﻛﺖ ﺩﺍﺷﺘﻨﺪ.
ﺩﺭ ﺑﻴﻦ ﻧﻤﻮﻧﻪ ﻫﺎﻱ ﺁﻣﺎﺭﻱ ﺩﻭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻣﻮﺭﺩ ﻣﻄﺎﻟﻌﻪ،14 
ﻧﻔﺮ)7/24ﺩﺭﺻﺪ( ﺯﻳﺮ 53 ﺳﺎﻝ،14 ﻧﻔﺮ)7/24ﺩﺭﺻﺪ( ﺑﻴﻦ 
ﺳﻨﻴﻦ 54- 63 ﺳﺎﻝ ﻭ  41  ﻧﻔﺮ)6/41ﺩﺭﺻﺪ(  ﺑﺎﻻﻱ  54 
ﺳﺎﻝ  ﺑﻮﺩﻧﺪ.  ﺍﺯ  ﻧﻈﺮ  ﺗﺤﺼﻴﻼﺕ،  11  ﻧﻔﺮ)5/11ﺩﺭﺻﺪ( 
ﺯﻳﺮﺩﻳﭙﻠﻢ،22 ﻧﻔﺮ)9/22ﺩﺭﺻﺪ( ﺩﻳﭙﻠﻢ، 2 ﻧﻔﺮ)1/2ﺩﺭﺻﺪ( 
ﻓﻮﻕ ﺩﻳﭙﻠﻢ ﻭ 16 ﻧﻔﺮ)5/36ﺩﺭﺻﺪ( ﻟﻴﺴﺎﻧﺲ ﻭ ﺑﺎﻻﺗﺮ، ﺍﺯ 
ﻧﻈﺮ ﻭﺿﻌﻴﺖ ﺍﺳﺘﺨﺪﺍﻣﻲ، 95  ﻧﻔﺮ)5/16ﺩﺭﺻﺪ( ﺭﺳﻤﻲ، 
41 ﻧﻔﺮ)6/41ﺩﺭﺻﺪ( ﭘﻴﻤﺎﻧﻲ، 32 ﻧﻔﺮ)42ﺩﺭﺻﺪ( ﺷﺮﻛﺘﻲ 
ﻭ ﺍﺯ ﻧﻈﺮ ﺳﺎﺑﻘﻪ ﺧﺪﻣﺖ ﻛﺎﺭﻱ، 93 ﻧﻔﺮ)6/04ﺩﺭﺻﺪ( ﺩﺍﺭﺍﻱ 
ﺳﺎﺑﻘﻪ ﺧﺪﻣﺖ 01-1 ﺳﺎﻝ، 04 ﻧﻔﺮ )6/14ﺩﺭﺻﺪ( 02-11 
ﺳﺎﻝ ﻭ 71 ﻧﻔﺮ )7/71ﺩﺭﺻﺪ( 03-12 ﺳﺎﻝ ﺑﻮﺩﻧﺪ.
ﻳﺎﻓﺘﻪ ﻫﺎﻱ  ﭘﮋﻭﻫﺶ  ﺩﺭ  ﺯﻣﻴﻨﻪ  ﺷﺎﺧﺺ ﻫﺎﻱ  ﺩﻩ ﮔﺎﻧﻪ 
ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﻧﺸﺎﻥ ﺩﺍﺩ ﻛﻪ ﺑﺎﻻﺗﺮﻳﻦ ﻣﻴﺎﻧﮕﻴﻦ ﺷﺎﺧﺺ 
ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ،  ﺑﻪ  ﺗﺮﺗﻴﺐ ﻣﺮﺑﻮﻁ  ﺑﻪ  ﻛﻨﺘﺮﻝ  )ﻣﻴﺎﻧﮕﻴﻦ 
73/16(،  ﺧﻼﻗﻴﺖ  ﻓﺮﺩﻱ)ﻣﻴﺎﻧﮕﻴﻦ  49/85(  ﻭ  ﻭﺿﻮﺡ 
ﺍﻫﺪﺍﻑ)ﻣﻴﺎﻧﮕﻴﻦ 19/74( ﻭ ﻛﻤﺘﺮﻳﻦ ﺷﺎﺧﺺ ﺑﺎ ﻣﻴﺎﻧﮕﻴﻦ 
01/04 ﻛﻪ ﻣﺮﺑﻮﻁ ﺑﻪ ﺗﻌﺎﺭﺽ ﭘﺬﻳﺮﻱ ﺍﺳﺖ، ﻣﻲ ﺑﺎﺷﺪ ﻛﻪ 
ﻧﺸﺎﻥ ﻣﻲ ﺩﻫﺪ ﺗﻤﺎﻣﻲ ﺷﺎﺧﺺ ﻫﺎﻱ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﺩﺭ 
ﺳﻄﺢ ﻣﺘﻮﺳﻄﻲ ﻗﺮﺍﺭ ﺩﺍﺷﺘﻨﺪ. )ﺟﺪﻭﻝ 2(
ﺩﺭ  ﺯﻣﻴﻨﻪ  »ﺑﻬﺮﻩ ﻭﺭﻱ  ﻛﺎﺭﻛﻨﺎﻥ  ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ  ﻣﻮﺭﺩ 
ﻣﻄﺎﻟﻌﻪ«، ﻳﺎﻓﺘﻪ ﻫﺎ ﺣﺎﻛﻲ ﺍﺳﺖ ﻛﻪ ﺑﺎﻻﺗﺮﻳﻦ ﻣﻴﺎﻧﮕﻴﻦ ﻧﻤﺮﺍﺕ 
ﻋﻮﺍﻣﻞ ﻫﻔﺖ  ﮔﺎﻧﻪ  ﺑﻬﺮﻩ ﻭﺭﻱ  ﻛﺎﺭﻛﻨﺎﻥ  ﺑﻪ  ﺗﺮﺗﻴﺐ  ﻣﺮﺑﻮﻁ 
ﺑﻪ  ﻭﺿﻮﺡ  ﻭ  ﺷﻨﺎﺧﺖ  )ﻣﻴﺎﻧﮕﻴﻦ  53/96(،  ﻭ  ﺗﻮﺍﻧﺎﻳﻲ 
)ﻣﻴﺎﻧﮕﻴﻦ 86/75( ﻭ ﺍﺭﺯﻳﺎﺑﻲ )ﻣﻴﺎﻧﮕﻴﻦ 30/75( ﻭ ﻛﻤﺘﺮﻳﻦ 
ﺷﺎﺧﺺ ﻣﺮﺑﻮﻁ ﺑﻪ ﻛﻤﻚ )ﻣﻴﺎﻧﮕﻴﻦ 13/14( ﻣﻲ ﺑﺎﺷﺪﻛﻪ 
ﻧﺸﺎﻥ  ﻣﻲ ﺩﻫﺪ  ﻫﻤﮕﻲ  ﺷﺎﺧﺺ ﻫﺎﻱ  ﺑﻬﺮﻩ ﻭﺭﻱ  ﻛﺎﺭﻛﻨﺎﻥ 
ﺑﻪ ﺟﺰ ﻭﺿﻮﺡ ﻭ ﺷﻨﺎﺧﺖ ﻛﻪ ﺩﺭ ﻭﺿﻌﻴﺖ ﻣﻄﻠﻮﺏ ﻗﺮﺍﺭ 
ﺩﺍﺭﺩ، ﻣﺎﺑﻘﻲ ﺷﺎﺧﺺ ﻫﺎ ﺩﺭ ﺳﻄﺢ ﻣﺘﻮﺳﻄﻲ ﻗﺮﺍﺭ ﺩﺍﺷﺘﻨﺪ 
)ﺟﺪﻭﻝ 1(.
ﻧﺘﺎﻳﺞ  ﺁﺯﻣﻮﻥ ﻫﺎﻱ  ﺁﻣﺎﺭﻱ  ﺑﺮﺍﻱ  ﺗﻌﻴﻴﻦ  ﺍﺭﺗﺒﺎﻁ 
ﺷﺎﺧﺺ ﻫﺎﻱ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﺑﺎ ﻫﺮ ﻛﺪﺍﻡ ﺍﺯ ﻣﺆﻟﻔﻪ ﻫﺎﻱ 
ﺑﻬﺮﻩ ﻭﺭﻱ  ﻛﺎﺭﻛﻨﺎﻥ،  ﻧﺸﺎﻥ  ﺩﺍﺩ  ﻛﻪ  ﺩﺭ  ﺑﻴﻦ  ﻋﻮﺍﻣﻞ  ﻣﺆﺛﺮ 
ﺑﺮ  ﺑﻬﺮﻩ ﻭﺭﻱ  ﻛﺎﺭﻛﻨﺎﻥ  ﺗﻨﻬﺎ  ﻋﺎﻣﻞ  ﺍﺭﺯﻳﺎﺑﻲ  ﺍﺳﺖ  ﻛﻪ  ﺑﺎ 
ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﺭﺍﺑﻄﻪ ﻣﻌﻨﻲ ﺩﺍﺭﻱ ﻧﺪﺍﺭﺩ. ﺩﺭ ﺑﻴﻦ ﺗﻤﺎﻣﻲ 
ﺷﺎﺧﺺ ﻫﺎﻱ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﺑﻪ ﺍﺳﺘﺜﻨﺎﻱ ﻭﺿﻮﺡ ﺍﻫﺪﺍﻑ 
)0(،  ﺧﻼﻗﻴﺖ  ﻓﺮﺩﻱ)140/0(،  ﺗﻌﺎﺭﺽ ﭘﺬﻳﺮﻱ)200/0( 
ﻭ ﺍﺭﺗﺒﺎﻃﺎﺕ ﺳﺎﺯﻣﺎﻧﻲ)0( ﺍﺭﺗﺒﺎﻁ ﻣﻌﻨﻲ ﺩﺍﺭ ﻭﺟﻮﺩ ﻧﺪﺍﺭﺩ. 
ﺩﺭ ﺧﺼﻮﺹ ﺍﺭﺗﺒﺎﻁ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﺑﺎ ﻣﺠﻤﻮﻉ ﻋﻮﺍﻣﻞ 
ﻣﺆﺛﺮ  ﺑﺮ  ﺑﻬﺮﻩ ﻭﺭﻱ  ﻛﺎﺭﻛﻨﺎﻥ  ﺩﺭ  ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ  ﻋﻤﻮﻣﻲ 
ﺁﻣﻮﺯﺷﻲ ﺩﺍﻧﺸﮕﺎﻩ ﻋﻠﻮﻡ ﭘﺰﺷﻜﻲ ﺍﻳﺮﺍﻥ، ﻳﺎﻓﺘﻪ ﻫﺎ ﻧﺸﺎﻥ ﺩﺍﺩ 
ﻛﻪ ﺑﻴﻦ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﺑﺎ ﺑﻬﺮﻩ ﻭﺭﻱ ﻛﺎﺭﻛﻨﺎﻥ ﺩﺭ ﺟﺎﻣﻌﻪ 
ﻣﻮﺭﺩ  ﭘﮋﻭﻫﺶ،  ﺑﺎ  ﻣﻴﺰﺍﻥ  ﺁﺯﻣﻮﻥ  ﻛﺎﻱ  ﺍﺳﻜﻮﺋﺮ  900/75 
ﻭ ﺳﻄﺢ ﻣﻌﻨﻲ ﺩﺍﺭ 10/0‹، ﺍﺭﺗﺒﺎﻁ ﻣﻌﻨﻲ ﺩﺍﺭﻱ ﻭﺟﻮﺩ ﺩﺍﺭﺩ 
)ﺟﺪﻭﻝ 2(.
ﺑﺤﺚ ﻭ ﻧﺘﻴﺠﻪ ﮔﻴﺮﻱ
ﺗﺤﻠﻴﻞ  ﻳﺎﻓﺘﻪ ﻫﺎﻱ  ﭘﮋﻭﻫﺶ  ﺩﺭ  ﺧﺼﻮﺹ  ﺷﺎﺧﺺ ﻫﺎﻱ 
ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﻣﺸﺨﺺ ﻧﻤﻮﺩ ﻛﻪ ﻫﻴﭻ ﻳﻚ ﺍﺯ ﻭﺿﻌﻴﺖ 
ﭼﻨﺪﺍﻥ ﻣﻄﻠﻮﺑﻲ ﺑﺮﺧﻮﺩﺍﺭ ﻧﺒﻮﺩﻩ ﺍﻧﺪ. ﺩﺭ ﺍﻳﻦ ﻣﻴﺎﻥ ﺧﻮﺩﻛﻨﺘﺮﻟﻲ 
ﻭ ﺧﻼﻗﻴﺖ ﻓﺮﺩﻱ ﻭﺿﻌﻴﺖ ﺑﻬﺘﺮﻱ ﻧﺴﺒﺖ ﺑﻪ ﺳﺎﻳﺮ ﻭﻳﮋﮔﻲ ﻫﺎ 
ﺩﺍﺷﺘﻪ  ﺍﻧﺪ ﻛﻪ  ﺑﺎ  ﺍﺳﺘﻨﺎﺩ  ﺑﻪ ﻣﺪﻝ  ﺍﺛﺮﺑﺨﺸﻲ  ﺭﻓﺘﺎﺭ ﺭﻫﺒﺮﻱ 
ﻫﺮﺳﻲ  ﻭ  ﺑﻼﻧﭽﺎﺭﺩ]42[،  ﻛﺎﺭﻛﻨﺎﻥ  ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ  ﻣﻮﺭﺩ 
ﻣﻄﺎﻟﻌﻪ ﺑﻴﺸﺘﺮ  ﻧﻴﺎﺯ ﺑﻪ ﺳﺒﻚ ﻣﺪﻳﺮﻳﺖ ﻣﺸﺎﺭﻛﺘﻲ ﺩﺍﺭﻧﺪ ﺗﺎ 
ﺁﻣﺮﺍﻧﻪ. ﻫﻤﭽﻨﻴﻦ ﺣﺪﻭﺩ  ﻧﻴﻤﻲ  ﺍﺯ  ﻛﺎﺭﻛﻨﺎﻥ  ﻣﻮﺭﺩ  ﻣﻄﺎﻟﻌﻪ، 
ﻧﺴﺒﺖ ﺑﻪ ﻛﺎﺭ ﺩﺭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺍﻓﺘﺨﺎﺭ ﻣﻲ ﻛﺮﺩﻧﺪ ﻭ ﺍﺯ ﺣﻤﺎﻳﺖ 
ﻧﺴﺒﺘﺎ ً  ﻣﺘﻮﺳﻂ  ﻣﺪﻳﺮﻳﺖ  ﺩﺭ  ﺍﻧﺠﺎﻡ  ﻭﻇﺎﻳﻒ  ﺑﺮﺧﻮﺭﺩﺍﺭ 
ﺑﻮﺩﻧﺪ.
ﺑﻪ ﺩﻟﻴﻞ ﺳﻠﺴﻠﻪ ﻣﺮﺍﺗﺒﻲ ﺑﻮﺩﻥ ﺳﺎﺧﺘﺎﺭﺳﺎﺯﻣﺎﻧﻲ، ﺍﻟﮕﻮﻱ 
ﺍﺭﺗﺒﺎﻃﻲ ﻧﺴﺒﺘًﺎ ﺿﻌﻴﻔﻲ ﺩﺭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﻣﻮﺭﺩ ﭘﮋﻭﻫﺶ 
ﺣﺎﻛﻢ ﺑﻮﺩﻩ ﻭ ﺳﺒﺐ ﮔﺮﺩﻳﺪﻩ ﺍﺳﺖ ﺍﻃﻼﻉ ﺭﺳﺎﻧﻲ ﺩﺭ ﺭﺍﺑﻄﻪ ﺑﺎ 
ﺭﻭﺷﻦ ﻭ ﺷﻔﺎﻑ ﻧﻤﻮﺩﻥ ﺍﻫﺪﺍﻑ ﺳﺎﺯﻣﺎﻥ، ﺑﺎ ﻣﺸﻜﻞ ﻣﻮﺍﺟﻪ 
ﺷﻮﺩ. ﻋﻼﻭﻩ ﺑﺮ ﺁﻥ، ﺑﻪ ﺩﻟﻴﻞ ﺳﺒﻚ ﺭﻫﺒﺮﻱ ﺁﻣﺮﺍﻧﻪ، ﻓﺮﺻﺖ 
ﺍﻇﻬﺎﺭﻧﻈﺮ ﻭ ﺑﻴﺎﻥ ﻧﻘﻄﻪ ﻧﻈﺮﺍﺕ ﭘﺮﺳﻨﻞ ﺩﺭ ﺭﺍﺑﻄﻪ ﺑﺎ ﻣﺴﺎﻳﻞ 
ﻣﺨﺘﻠﻒ ﺷﻐﻠﻲ ﺑﻪ ﻛﺎﺭﻛﻨﺎﻥ ﺩﺭ ﺣﺪ ﻣﻄﻠﻮﺏ ﺩﺍﺩﻩ ﻧﺸﺪﻩ ﺍﺳﺖ. 
ﺍﻳﻦ ﺩﺭ ﺣﺎﻟﻲ ﺍﺳﺖ ﻛﻪ ﺑﺎ ﻧﺘﺎﻳﺞ ﭘﮋﻭﻫﺶ ﺍﺑﺮﺍﻫﻴﻤﻲ]61[ ﺑﺎ 
ﺭﺍﺑﻄﻪ ﻱ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﺑﺎ ﺑﻬﺮﻩ ﻭﺭﻱ ﻛﺎﺭﻛﻨﺎﻥ ﺩﺭ …
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ﻋﻨﻮﺍﻥ "ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﻭ ﺭﺍﺑﻄﻪ ﺁﻥ ﺑﺎ ﺑﻬﺮﻩ ﻭﺭﻱ ﻛﺎﺭﻛﻨﺎﻥ ﺩﺭ 
ﺑﺎﻧﻚ ﺻﻨﻌﺖ ﻭ ﻣﻌﺪﻥ" ﻣﺒﻨﻲ ﺑﺮﺍﻳﻨﻜﻪ ﺩﺭ ﻣﻄﺎﻟﻌﻪ ﺍﻧﺠﺎﻡ ﺷﺪﻩ 
ﺳﺒﻚ ﺭﻫﺒﺮﻱ، ﻣﺸﺎﺭﻛﺘﻲ ﻧﺒﻮﺩﻩ ﻭ ﺳﺎﺧﺘﺎﺭ ﺳﻠﺴﻠﻪ ﻣﺮﺍﺗﺒﻲ 
ﺩﺭ ﺟﺎﻣﻌﻪ ﻣﻮﺭﺩ ﻣﻄﺎﻟﻌﻪ ﺑﻪ ﭼﺸﻢ ﻣﻲ ﺧﻮﺭﺩ ﻫﻤﺴﻮﻳﻲ ﺩﺍﺭﺩ. 
ﻳﺎﻓﺘﻪ ﻫﺎﻱ ﻣﻄﺎﻟﻌﻪ ﻣﺤﺴﻦ ﺑﻴﮕﻲ]81[ ﻧﻴﺰ ﺑﺎ ﻋﻨﻮﺍﻥ "ﺑﺮﺭﺳﻲ 
ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﺍﺯ ﺩﻳﺪﮔﺎﻩ ﻛﺎﺭﻛﻨﺎﻥ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺁﻣﻮﺯﺷﻲ 
ﺩﺭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺍﻓﻀﻠﻲ ﭘﻮﺭ ﻛﺮﻣﺎﻥ"  ﺑﻪ ﺟﺰ ﻣﻘﻮﻟﻪ ﻭﺿﻮﺡ 
ﺍﻫﺪﺍﻑ ﻭ ﺧﻼﻗﻴﺖ ﻓﺮﺩﻱ، ﻣﻮﻳﺪ ﺍﻳﻦ ﺍﺩﻋﺎﺳﺖ.
ﻳﺎﻓﺘﻪ ﻫﺎﻱ ﭘﮋﻭﻫﺶ ﺩﺭ ﺯﻣﻴﻨﻪ ﺍﺭﺗﺒﺎﻁ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ 
ﺑﺎ  ﻣﺆﻟﻔﻪ ﻫﺎﻱ  ﺑﻬﺮﻩ ﻭﺭﻱ  ﺩﺭ  ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ  ﻣﻮﺭﺩ  ﻣﻄﺎﻟﻌﻪ 
ﻧﺸﺎﻥ  ﺩﺍﺩ  ﺍﺯ  ﺑﻴﻦ  ﺷﺎﺧﺺ ﻫﺎﻱ  ﻓﺮﻫﻨﮓ  ﺳﺎﺯﻣﺎﻧﻲ،  ﺗﻨﻬﺎ 
ﺳﻴﺴﺘﻢ ﭘﺎﺩﺍﺵ ﺩﻫﻲ ﺍﺳﺖ ﻛﻪ  ﺑﺎ ﺗﻮﺍﻧﺎﻳﻲ ﻛﺎﺭﻛﻨﺎﻥ ﺍﺭﺗﺒﺎﻁ 
ﻧﺪﺍﺭﺩ ﻭ ﺍﺣﺘﻤﺎﻻً ﺑﻪ ﺧﺎﻃﺮ ﺍﻳﻦ ﻣﻮﺿﻮﻉ ﺍﺳﺖ ﻛﻪ ﺩﺭ ﺑﻴﺸﺘﺮ 
ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎ،  ﭘﺮﺩﺍﺧﺖ  ﭘﺎﺩﺍﺵ  ﺑﺮ  ﻣﺒﻨﺎﻱ  ﺗﻮﺍﻧﺎﻳﻲ  ﺍﻓﺮﺍﺩ 
ﺻﻮﺭﺕ ﻧﻤﻲ ﮔﻴﺮﺩ. ﺍﻣﺎ ﺩﺭ ﭘﮋﻭﻫﺸﻲ ﻛﻪ ﺍﺑﺮﺍﻫﻴﻤﻲ ﺍﻧﺠﺎﻡ 
ﺩﺍﺩ ﺑﻪ ﻧﺘﺎﻳﺞ ﺩﻳﮕﺮﻱ ﺩﺳﺖ ﻳﺎﻓﺖ، ﺍﺯ ﺟﻤﻠﻪ ﻛﻪ ﻭﻳﮋﮔﻲ ﻫﺎﻱ 
ﺟﺪﻭﻝ 1: ﻧﻤﺮﺍﺕ ﻭ ﺭﺗﺒﻪ ﺑﻨﺪﻱ ﺷﺎﺧﺺ ﻫﺎﻱ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﻭ ﺑﻬﺮﻩ ﻭﺭﻱ ﻛﺎﺭﻛﻨﺎﻥ ﺩﺭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﻣﻮﺭﺩ ﻣﻄﺎﻟﻌﻪ
ﺭﺗﺒـﻪDS x ±ﺷﺎﺧﺺ ﻫﺎﻱ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ
164/81±73/16ﻛﻨﺘﺮﻝ
217/12±49/85ﺧﻼﻗﻴﺖ ﻓﺮﺩﻱ
384/22±29/74ﻭﺿﻮﺡ ﺍﻫﺪﺍﻑ
430/02±13/74ﺣﻤﺎﻳﺖ ﻣﺪﻳﺮﻳﺖ
575/02±97/64ﺍﺭﺗﺒﺎﻃﺎﺕ ﺳﺎﺯﻣﺎﻧﻲ
632/91±38/54ﺍﻧﺴﺠﺎﻡ ﺳﺎﺯﻣﺎﻧﻲ
782/12±0/44ﻫﻮﻳﺖ ﺳﺎﺯﻣﺎﻧﻲ
887/91±85/34ﺭﻳﺴﻚ ﭘﺬﻳﺮﻱ
950/02±94/34ﺳﻴﺴﺘﻢ ﭘﺎﺩﺍﺵ
0175/12±01/04ﺗﻌﺎﺭﺽ ﭘﺬﻳﺮﻱ
-07/41±39/74ﻛﻞ
ﺭﺗﺒـﻪDS x ±ﺷﺎﺧﺺ ﻫﺎﻱ ﺑﻬﺮﻩ ﻭﺭﻱ ﻛﺎﺭﻛﻨﺎﻥ
117/8±53/96ﻭﺿﻮﺡ ﻭ ﺷﻨﺎﺧﺖ
266/81±86/75ﺗﻮﺍﻧﺎﻳﻲ
385/91±30/75ﺍﺭﺯﻳﺎﺑﻲ
473/12±19/94ﻣﺤﻴﻂ
527/51±19/84ﺍﻧﮕﻴﺰﺵ
658/91±07/54ﺍﻋﺘﺒﺎﺭ
0106/71±13/14ﻛﻤﻚ
-75/11±42/25ﻛﻞ
ﺍﻣﻴﺮ ﺍﺷﻜﺎﻥ ﻧﺼﻴﺮﻱ ﭘﻮﺭ ﻭ ﻫﻤﻜﺎﺭﺍﻥ
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ﺟﺪﻭﻝ 2: ﺍﺭﺗﺒﺎﻁ ﺷﺎﺧﺺ ﻫﺎﻱ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﺑﺎ ﻋﻮﺍﻣﻞ ﻣﺆﺛﺮ ﺑﺮ ﺑﻬﺮﻩ ﻭﺭﻱ ﻛﺎﺭﻛﻨﺎﻥ ﺩﺭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﻋﻤﻮﻣﻲ ﺁﻣﻮﺯﺷﻲ 
ﺩﺍﻧﺸﮕﺎﻩ ﻋﻠﻮﻡ ﭘﺰﺷﻜﻲ ﺍﻳﺮﺍﻥ
ﻣﺆﻟﻔﻪ ﻫﺎﻱ ﺑﻬﺮﻩ ﻭﺭﻱ
ﺷﺎﺧﺺ ﻫﺎﻱ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ
ﻭﺿﻮﺡ ﻭ ﺗﻮﺍﻧﺎﻳﻲ
ﺷﻨﺎﺧﺖ
ﻣﺤﻴﻂﺍﻋﺘﺒﺎﺭﺍﺭﺯﻳﺎﺑﻲﺍﻧﮕﻴﺰﺵﻛﻤﻚ
ﻫﻮﻳﺖ ﺳﺎﺯﻣﺎﻧﻲ
400/0134/0770/0200/0730/0200/0100/0ﺳﻄﺢ ﻣﻌﻨﻲ ﺩﺍﺭ
8/66115/8728/55117/68259/73193/44115/212ﻛﺎﻱ ﺩﻭ
ﺭﻳﺴﻚ ﭘﺬﻳﺮﻱ
0581/0881/0110/00700/0100/0ﺳﻄﺢ ﻣﻌﻨﻲ ﺩﺍﺭ
9/11249/7802/64108/07288/56191/73120/812ﻛﺎﻱ ﺩﻭ
ﻭﺿﻮﺡ ﺍﻫﺪﺍﻑ
531/0400/002400/00600/00ﺳﻄﺢ ﻣﻌﻨﻲ ﺩﺍﺭ
5/20126/7863/88111/29164/03125/50176/002ﻛﺎﻱ ﺩﻭ
ﺍﻧﺴﺠﺎﻡ ﺳﺎﺯﻣﺎﻧﻲ
300/00990/000415/0100/0ﺳﻄﺢ ﻣﻌﻨﻲ ﺩﺍﺭ
0/861607/621862/351897/123291/812068/7933/512ﻛﺎﻱ ﺩﻭ
ﺣﻤﺎﻳﺖ ﻣﺪﻳﺮﻳﺖ
530/00312/0470/00740/00ﺳﻄﺢ ﻣﻌﻨﻲ ﺩﺍﺭ
8/05118/76176/44170/15245/67186/32107/482ﻛﺎﻱ ﺩﻭ
ﻛﻨﺘﺮﻝ
0640/0760/02760/0520/0600/0700/0ﺳﻄﺢ ﻣﻌﻨﻲ ﺩﺍﺭ
0/51260/1940/44165/9195/92129/62136/481ﻛﺎﻱ ﺩﻭ
ﺧﻼﻗﻴﺖ ﻓﺮﺩﻱ
00140/00000ﺳﻄﺢ ﻣﻌﻨﻲ ﺩﺍﺭ
1/42252/04167/47177/06366/49135/50286/843ﻛﺎﻱ ﺩﻭ
ﺳﻴﺴﺘﻢ ﭘﺎﺩﺍﺵ
140/0307/0270/0760/01110/0366/0593/0ﺳﻄﺢ ﻣﻌﻨﻲ ﺩﺍﺭ
1/94139/9684/65122/25283/82175/2970/851ﻛﺎﻱ ﺩﻭ
ﺗﻌﺎﺭﺽ ﭘﺬﻳﺮﻱ
200/0481/0200/0200/0100/0700/0620/0ﺳﻄﺢ ﻣﻌﻨﻲ ﺩﺍﺭ
9/85154/0824/86111/36218/15106/62154/471ﻛﺎﻱ ﺩﻭ
ﺍﺭﺗﺒﺎﻃﺎﺕ ﺳﺎﺯﻣﺎﻧﻲ
500/0200/00650/0200/0100/00ﺳﻄﺢ ﻣﻌﻨﻲ ﺩﺍﺭ
5/56158/61156/51214/45281/75123/94181/432ﻛﺎﻱ ﺩﻭ
ﻛﻞ
0530/0490/000820/0200/0ﺳﻄﺢ ﻣﻌﻨﻲ ﺩﺍﺭ
15/13413/01539/0302/92421/03648/0119/71ﻛﺎﻱ ﺩﻭ
ﺭﺍﺑﻄﻪ ﻱ ﻓﺮﻫﻨﮓ ﺳﺎﺯﻣﺎﻧﻲ ﺑﺎ ﺑﻬﺮﻩ ﻭﺭﻱ ﻛﺎﺭﻛﻨﺎﻥ ﺩﺭ …
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 ﻱﺩﺮﻓ ﺖﻴﻗﻼﺧ ،ﻝﺮﺘﻨﻛ ،ﻲﻧﺎﻣﺯﺎﺳ ﺖﻳﺎﻤﺣ ،ﻲﻧﺎﻣﺯﺎﺳ ﺖﻳﻮﻫ
 ﺖﻴﻌﺿﻭ ﺯﺍ ﻪﻌﻟﺎﻄﻣ ﺩﺭﻮﻣ ﻪﻌﻣﺎﺟ ﺭﺩ ﻲﻫﺩ ﺵﺍﺩﺎﭘ ﻢﺘﺴﻴﺳ ﻭ
 ،ﻑﺍﺪﻫﺍ ﺡﻮﺿﻭ ،ﻱﺮﻳﺬﭘ ﻚﺴﻳﺭ ﻱﺎﻫ ﻲﮔﮋﻳﻭ ﻭ ﺏﻮﻠﻄﻣ
 ﺯﺍ ﻲﻃﺎﺒﺗﺭﺍ ﻱﻮﮕﻟﺍ ﻭ ﻱﺮﻳﺬﭘ ﺽﺭﺎﻌﺗ ،ﻲﻧﺎﻣﺯﺎﺳ ﻡﺎﺠﺴﻧﺍ
.ﺪﻧﺭﺍﺩ ﻪﻠﺻﺎﻓ ﺏﻮﻠﻄﻣ ﺖﻴﻌﺿﻭ
 ﻥﺎﻨﻛﺭﺎﻛ ﻱﺭﻭ ﻩﺮﻬﺑ ﺎﺑ ﻲﻧﺎﻣﺯﺎﺳ ﮓﻨﻫﺮﻓ ﻪﻄﺑﺍﺭ ﻪﺑ ﻪﺟﻮﺗ ﺎﺑ
 ﺎﺑ ﺖﻓﺮﮔ ﻪﺠﻴﺘﻧ ﻥﺍﻮﺗ ﻲﻣ ،ﻪﻌﻟﺎﻄﻣ ﺩﺭﻮﻣ ﻱﺎﻫ ﻥﺎﺘﺳﺭﺎﻤﻴﺑ ﺭﺩ
 ﻥﺩﻮﻤﻧ ﻢﻫﺍﺮﻓ ﻞﻴﺒﻗ ﺯﺍ ﺎﻫ ﻥﺎﺘﺳﺭﺎﻤﻴﺑ ﺮﺑ ﻢﻛﺎﺣ ﮓﻨﻫﺮﻓ ﺮﻴﻴﻐﺗ
 ﺵﺯﻮﻣﺁ ﻭ ﻲﻫﺎﮔﺁ ءﺎﻘﺗﺭﺍ ،ﻕﻼﺧ ﺩﺍﺮﻓﺍ ﻱﺍﺮﺑ ﺐﺳﺎﻨﻣ ﻂﻴﺤﻣ
 ﻥﺎﻨﻛﺭﺎﻛ ﻱﺭﻭ ﻩﺮﻬﺑ ،ﺭﺎﻛ ﺵﺯﺭﺍ ﻪﻨﻴﻣﺯ ﺭﺩ ﻥﺎﻨﻛﺭﺎﻛ ﻡﻭﺍﺪﻣ
 ﻪﻛ ﺖﺳﺍ ﺮﻛﺫ ﻥﺎﻳﺎﺷ .ﺖﻓﺎﻳ ﺪﻫﺍﻮﺧ ﺩﻮﺒﻬﺑ ﺎﻫ ﻥﺎﻣﺯﺎﺳ ﻦﻳﺍ
 ﻥﺍﺮﻳﺪﻣ ،ﺏﻮﻠﻄﻣ ﻲﻧﺎﻣﺯﺎﺳ ﮓﻨﻫﺮﻓ ﻚﻳ ﻱﺭﺍﺮﻗﺮﺑ ﺭﻮﻈﻨﻣ ﻪﺑ
 ﺭﺎﺘﻓﺭ ﺎﺑ ﻥﺍﺮﻳﺪﻣ ﺍﺮﻳﺯ ،ﺪﻨﻨﻛ ﻲﻣ ﺎﻔﻳﺍ ﺍﺭ ﺶﻘﻧ ﻦﻳﺮﺗ ﺱﺎﺴﺣ
.ﺪﻧﺭﺍﺩ ﻥﺎﻣﺯﺎﺳ ﮓﻨﻫﺮﻓ ﻲﻫﺩ ﻞﻜﺷ ﺭﺩ ﻲﺳﺎﺳﺍ ﺶﻘﻧ ،ﺩﻮﺧ
ﻥﺍﺭﺎﻜﻤﻫ ﻭ ﺭﻮﭘ ﻱﺮﻴﺼﻧ ﻥﺎﻜﺷﺍ ﺮﻴﻣﺍ
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The Relationship between Organizational Cultures
and Employees Productivity
Nasiripour A.A.1 / Raeisi P.2 / Hedayati S.P.3 
Abstract 
Introduction: Organizational culture is an influential factor for organizational performance in lit-
erature. The present study was aimed to determine the relationship between organizational culture 
and employee productivity in non-specialized teaching hospitals affiliated with Iran University of 
Medical Sciences (IUMS).
Methods: The stratified random sampling procedure was used to select 96 out of 1244 of the em-
ployees of the teaching hospitals affiliated with IUMS to participate in this research. The data were 
collected via a self-report questionnaire. The five points Likert scale used to score the questions 
where 1= very little, up to 5= a lot.
Results: There is a significant relation between organizational culture and employee productivity 
(x2=57.0, P=›0/01). In comparing the mean score of organizational culture indices, "control" and 
"individual creativity" had the highest mean scores (e.g. 61.37 and 58.94 respectively). Among pro-
ductivity indices, "understanding the job role" and "ability", had the highest mean scores (e.g. 69.35 
and 57.68 respectively).
Conclusion: It would be desirable to prepare an appropriate atmosphere for innovators and to teach 
employees about the value of effort. 
Keywords: Organizational Culture, Productivity, Employees, Hospital
Assistant Professor of Health Services Management Department, School of Economics and Management, Islamic Azad University, Sci-1. 
ences and Research Branch, Corresponding Author (nasiripour@sr.iau.ac.ir)
Associate Professor of Research Department, School of Management and Medical Information Science, Iran University of Medical Sciences2. 
Instructor of Health Services Management Department, School of Health, Zabol University of Medical Sciences3. 
Journal of Health Administration
D
ow
nl
oa
de
d 
fro
m
 jh
a.i
um
s.a
c.i
r a
t 9
:16
 IR
DT
 on
 S
un
da
y S
ep
tem
be
r 3
rd 
20
17
